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   Any organization's success depends on its employees, but this is especially true in the hospitality sector where staff members directly influence the experience of guests. Employees who are engaged are dedicated to the organization's success and are prepared to go above and beyond to satisfy customers. Contrarily, disengaged staff members are more likely to deliver subpar service, which may result in unfavorable remarks from visitors and a drop in sales. (Lee, 2012) Therefore, it is essential for hotels to focus on employee engagement to improve the guest experience and drive business growth.
   Employee engagement is a measure of how devoted, passionate, and loyal employees are to their employers and their work. Employees are driven to put forth their best effort and contribute to the success of the company by the emotional attachment they have to their work. (Liu, 2022)
  In the hotel industry, employee engagement is critical to the success of the business. The hotel industry is highly competitive, and the quality of service provided by employees can make a significant difference in guest satisfaction and loyalty. Engaged employees are more likely to provide excellent customer service, which can lead to positive guest reviews, repeat business, and word-of-mouth recommendations. (Alimam, 2017) In contrast, disengaged employees may provide poor service, which can lead to negative guest reviews and a decline in business.
   Several factors can affect employee engagement in the hotel industry, including Leadership and Management. The quality of leadership and management in a hotel can have a significant impact on employee engagement. Good leaders inspire and motivate their employees, create a positive work culture, and provide opportunities for growth and development.(Suyanti, Absah, 2019) In contrast, poor leaders may micromanage, provide inadequate support, and fail to recognize and reward good performance, which can lead to employee disengagement. The physical work environment can also affect employee engagement. A clean, comfortable, and well-maintained work environment can promote employee well-being and job satisfaction. However, a poorly maintained work environment can be stressful and demotivating, leading to employee disengagement. Compensation and Benefits also play a very important role. Fair compensation and benefits are essential for employee engagement. (Meng, Qi and Li 2011) If employees feel that they are being paid fairly and receive good benefits, they are more likely to be engaged and committed to their work, while poor compensation and benefits can lead to employee disengagement and high turnover. Training and development must be seen as a crucial factor in the employer-employee relationship, because opportunities for training and development can also affect engagement. (Ababneh, 2021) When employees have the opportunity to learn new skills and advance in their careers, they are more likely to be engaged and committed to their work. Work-life balance is also a very important factor that must be taken in consideration. (Mansoor et al.,2022) When employees have a good work-life balance, they are more committed to their work, while stress leads to disengagement and unproductivity.
   Human resources (HR) plays a critical role in engaging employees and promoting a positive workplace culture. HR can facilitate employee engagement in multiple ways. Starting with recruitment, HR can help to ensure that the onboarding processes are effective in attracting and retaining the right talent. This includes creating a welcoming and inclusive onboarding experience that helps new employees feel connected to the organization from the start. (‌Li, Cui, Peng, 2017) The department can help on providing the right training and development opportunities to employees, helping them to develop new skills and progress in their careers. This can improve employee job satisfaction and retention rates, as well as enhance the organization's overall performance. (Kleinaltenkamp et al., 2019) Communication is the key. HR can foster a culture of open communication and transparency by encouraging regular feedback and dialogue between employees and management. (My-Quyen, Hau, 2021) This can help to build trust and promote a sense of shared purpose, leading to increased engagement and productivity. They can create employee recognition and reward programs that acknowledge and celebrate employee achievements and contributions, building a positive workplace culture and motivate employees to perform at their best. (Anitha, 2014)

   The term "employee lifecycle" describes the various phases an employee experiences while working for an organization, from hiring to termination. It can be divided into several important stages.
   Recruitment phase is the process of finding and attracting suitable candidates to fill job vacancies within an organization. It can involve advertising vacancies, screening resumes, conducting interviews, and ultimately selecting the most qualified candidate for the position. (Han, Chen, 2022) Once a candidate has been selected, the onboarding process begins. This includes introducing the new employee to the organization's culture, policies, and procedures, as well as providing training and support to help them acclimate to their new role. Performance management is the next phase which involves setting expectations for employees, monitoring their progress, providing feedback, and conducting formal evaluations of their performance. This process helps ensure that employees are meeting expectations and contributing to the organization's goals. Career Development is a very important step as organizations may provide opportunities for employees to advance their careers, such as through training, mentorship, or job rotations. This can help employees develop new skills, take on new responsibilities, and ultimately progress within the organization. (Bakker, Demerouti, 2008)  Providing competitive compensation and benefits packages, offering opportunities for professional development, and creating a positive workplace culture represents the retention stage where the turnover can be reduced significantly. The last phase is separation. At some point, employees may leave the organization, either through resignation, retirement, or termination. It's important to handle these situations professionally and respectfully, providing support to departing employees as needed. (Byrne, 2014).
   By understanding the employee lifecycle and managing each stage effectively, organizations can attract and retain top talent, maximize employee performance, and ultimately achieve their business objectives.
   The hotel industry is a service-oriented industry that relies heavily on the quality of its employees to provide a positive guest experience. There are a few instances of employee engagement initiatives that hotels can implement to improve employee morale, job satisfaction, and overall performance. (Wahlberg, Ramalho, Brochado, 2017)
   Recognition Programs is one of the best and easiest way to create a good environment for a hotel employee.  Hotels can create recognition programs that celebrate and reward employees for their outstanding performance, such as "employee of the month" awards or certificates of appreciation. This can help to boost employee morale and motivation, as well as increase job satisfaction. Providing training and development, such as “customer support training”, “Interacting with guests” or “Hospitality Management”, can help employees learn new skills and grow in their roles. This can lead to increased job satisfaction, as well as improved performance and productivity. (Han, Yang, Mohamed, 2022) Premier Inn and Marriott hotels provide a package of training for all their employees to maintain and develop their professionalism and skills. These training programs have been a great success over the years and their employees are very satisfied with the outcomes. Employee Feedback on a regular basis can help to identify areas for improvement and provide insight into employee satisfaction levels. This can be done through surveys, suggestion boxes, or regular check-ins with supervisors. Moreover, hotels can offer wellness programs that promote physical and mental health, such as gym memberships, stress-reduction workshops, and mental health resources, reducing stress and burnout among employees. (Kim, 2018) Creating employee engagement committees made up of staff from different departments can help to foster a sense of community and collaboration. These committees can organize social events, volunteer activities, and other initiatives that promote team-building.
   By implementing these and other employee engagement initiatives, hotels can create a positive and supportive work environment that helps to attract and retain top talent, improve guest satisfaction, and ultimately drive business success.

    The “Employee Engagement Model” is a framework that outlines the key factors that contribute to employee engagement. This model was developed by David Zinger, a consultant who specializes in employee engagement, and is widely used by organizations to improve employee engagement and productivity.
The Zinger Model is based on the idea that employee engagement is a combination of three key factors: meaningful work, supportive management, and a positive work environment. 
The first component of the Zinger Model is meaningful work. This refers to the degree to which employees find their work meaningful, challenging, and rewarding. Engaged employees feel that their work has a purpose and contributes to the success of the organization. To create meaningful work, organizations need to provide clear goals and expectations, offer opportunities for learning and development, and recognize and reward good performance.
   The second component of the Zinger Model is supportive management. This refers to the quality of the relationship between employees and their supervisors. (Lee, Ok 2015) Engaged employees have supportive managers who provide guidance, feedback, and recognition, and who help employees navigate challenges and obstacles. To create supportive management, organizations need to invest in leadership development, provide training for managers, and encourage open communication and collaboration. (Park, Johnson, Chaudhuri, 2019)
   The third component of the Zinger Model is a positive work environment. This refers to the physical, social, and cultural factors that contribute to employee well-being and job satisfaction. Engaged employees work in an environment that is safe, comfortable, and welcoming, and where they feel valued and respected. To create a positive work environment, organizations need to provide adequate resources and equipment, promote a culture of respect and inclusivity, and encourage work-life balance.
   The Zinger Model is important because it provides a clear framework for improving employee engagement. By focusing on these three components, organizations can create a work environment that fosters engagement, motivation, and productivity. In addition, the Zinger Model can be used to identify areas for improvement and to develop strategies for addressing them. (Farrell, 2022)  By implementing the Zinger Model, organizations can create a work environment that is not only engaging but also fulfilling and rewarding for employees.

[bookmark: _Hlk127114083]   Marriott International is known for its strong employee engagement initiatives and for its commitment to caring for all employees. Marriott Bonvoy Employee Discount Program is the first example on how the company engages its employees. Marriott offers its employees discounted rates on hotel stays, helping to create a sense of belonging and pride in the company. My Marriott Hotel is an online game that simulates the day-to-day operations of a Marriott hotel, giving employees the opportunity to experience different roles and departments within the organization. Moreover, Marriott holds career chat sessions with employees to discuss career development and opportunities within the company, helping to promote employee growth and advancement. The company developed the Marriott's TakeCare program just e few year ago, which offers a range of health and wellness resources, such as fitness classes, mental health resources, and healthy eating options, to support employee well-being and work-life balance. By offering these and other employee engagement initiatives, Marriott is able to create a positive and supportive work environment that promotes employee satisfaction, retention, and ultimately, business accomplishments. 
   Based on the biggest hospitality companies examples on employee engagement, as a manager in a hotel, I understood that engaging the team is crucial for maintaining a positive work environment and providing exceptional guest experiences. Some of the best ways I can encourage and engage my team would be open communication, empowerment and support. Communication is essential to building trust and creating a positive work environment. Regularly communicating with my team and encouraging them to share their feedback and ideas.
   Encouraging the team to take ownership of their work and empower them to make decisions can help to create a sense of ownership and pride in their work and also Celebrating the achievements and successes of my team, whether big or small would make a huge impact on our relationship.
   In conclusion, employee engagement is a critical component of success in the hospitality industry. Engaged employees are more motivated, productive, and committed to providing exceptional guest experiences. Hospitality employers should consider implementing strategies that foster a positive workplace culture, such as providing training and development opportunities, celebrating achievements, and promoting work-life balance. By prioritizing employee engagement, hospitality employers can improve employee satisfaction and retention rates, leading to increased productivity and profitability. Ultimately, a culture of engagement and inclusivity is key to providing exceptional guest experiences and building long-term customer loyalty in the hospitality industry.
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